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Abstract 
The present paper highlights, from a theoretical perspective, the main challenges which aim work performance, inside meta-
analytical research studies in organizations, focusing, especially, on factors and organizational concepts, directly related to
performance and their relations within. Results show that, in most cases, human resources oriented management resides in an 
increase of performance at work. In this manner, team effectiveness, group size and proactive behavior determine and influence 
the levels of work performance, from a positive perspective, whilst turnover is widely associated with a negative view. 
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1. Performance at work - the "positive" perspective 
In terms of research consistency and paradigms, the scholarly literature presents extensively the use of meta-
analysis in numerous sections of the social sciences domain, with a direct impact on the possibility of structuring the 
generous material and data collected across time from reference and individual studies and the purpose of 
categorizing results and generalizing them at a superior level. 
In other words, from a solely literature perspective the use of meta-analysis clears the way for a complete 
package of data analysis with features of integrating study results in a general framework. At the same time, the 
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literature presents through its academic databases, the numerous challenges and technical issues a meta-analysis 
imposes, when dealing with performance in organizations. 
Moreover, the organizational setting for data collection proposes a specific approach and methodology which in 
most cases affect the structure of the meta-analysis and its content.   
1.1. Work performance 
The study of performance in organizations has been for many years a so-called "class A" point of interest in the 
field of applied psychology and a major cornerstone for the organizational framework. The scholarly literature has 
presented and described, many a time, that the study of performance in organizations resides both in the increasing 
need for managing efficiency and maximizing positive impacts inside the organizational structures, as well as 
concentrating the individual potential for best results and motivation.  
As a general shared comprehension of the present concept, Viswesvaran, Ones and Schmidt (1996) support the 
idea that work performance represents a sum of observed and non-observed behaviors in organizations, which can 
be evaluated. In other words, work performance refers to a well-known collection of actions, behaviors, results, 
indicators, criteria, directly connected to employees in their effort to fulfill organizational tasks and targets. In terms 
of human resources policies and management, the human capital theory and the resource based theory have been 
widely disputed. From this perspective, studies show that there is still a direct association between human resources 
oriented practices and performance levels, where the human capital establishes the success "stories" and differences 
among various organizations (Crook, Todd, Combs, Woehr & Ketchen, 2011). In these terms there is a general 
agreement that the collection of knowledge, skills and abilities (KSAs) will be continuously associated with 
education and employee training, in order to achieve performance at work and develop a long-term, sustainable and 
replicable system of good practices. 
From a different perspective, Crook et al. (2011) presented also three major reasons for other research studies 
which do not sustain the idea of human capital as being a key factor in generating performance:      
x the value of human capital is path dependent - from this perspective effects on performance must be observed in 
time, while following the development of KSAs (Peteraf, 1993 as cited in Crook et. al., 2011); 
x the strategic factor market - which imposes differences in efficiency among different types of human capital 
(Barney, 1986 as cited in Crook et al., 2011);  
x the appropriability condition - which states that important individual resources and human capital results and 
value may not transcend into superior organizational performances, when linked to global performance and the 
power of stakeholders to appropriate other's potential and results (Coff, 1999 as cited in Crook et al., 2011).   
Thus, the meta-analysis conducted by Crook et al. (2011) states that there is a strong association between human 
capital factor and performance, where this relation is influenced by the competiveness, the appropriability condition 
and individual path development. The same authors draw attention upon the importance of operational performance, 
as a direct reflection of human resources potential, which resides directly into the general organizational 
performance. 
In another study, Stajkovic and Luthans (2003), focus on the behavioral management theory as a key procedure 
in order to obtain performance inside organizations. The authors translate the human resources oriented management 
into a behavioral approach, which focuses on task performance, skill building and reinforcing. From this 
perspective, reinforcers such as money, feedback or social recognition carry on motivational properties which reflect 
upon employees' performance. Also, Stajkovic and Luthans (2003) present three key features of these reinforcers 
which determine performance:  
x the outcome utility 
x informative content 
x mechanisms of influence  
Following a short example, in this matter, the authors suggest that money provide various benefits in terms of 
outcome utility. They indicate at a superficial level a form of feedback for a job well done in terms of informative 
content. As for the mechanisms of influence category, money will affect performance directly under terms of a 
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person's motivation, social status, and power, guiding the employee to select activities, to perform according to 
effort, cost and benefits laws and rules of organizational engagement. 
1.2. Team effectiveness 
A close look-up at the scholarly literature, states that for many articles, the subject of team effectiveness has been 
seen as a direct and also a key element for determining performance at work. In an ever-changing economy, with 
lots of organizational challenges and changes, the team has become a central structure for organizations worldwide 
in their pursuit for new means of surviving on the global market and obtaining performance at its highest levels. 
So why the huge popularity, on the subject? Simply, because teams have long surpassed working groups, proving 
better in any ways, from problem solving, goal orientation, self sustainability and high levels of expertise right to 
creative strategies and the capacity to adapt. 
There are numerous surveys that indicate a direct association between performance and teamwork. For example, 
Applebaum and Blatt's review (1994, as cited in Richter, Dawson & West, 2011), reported that team based working 
structures improve organizational performance in terms of efficiency and quality. Another study, conducted by 
Delarue, Hootegem, Procter and Burridge (2008, as cited in  Richter, Dawson & West, 2011), presented that 
working in teams affects performance on four distinct dimensions: operational, financial, attitudinal and behavioral.  
Following a meta-analysis, conducted by Richter, Dawson and West (2011), the relation between different 
working settings, teamwork and performance could be synthesized in the next table:   
 Table 1. Key associations between different systems, team presence and performance 
Systems Team presence Effects on performance 
Socio-technical  Yes Low
Support (Human Resources) Yes Medium 






From this perspective, the authors concluded that team working is strongly associated with attitudinal outcomes 
inside socio-technical and health care systems, which solicit a new approach concerning the need of teams in these 
structures in order to obtain performance. As for the support systems, the use of human resources practices affects 
directly the level of performance, in a positive manner. Task complexity had no effect on team performance 
outcome. 
As a section conclusion, following the present scholarly literature, team effectiveness finds itself bound to 
performance in organizations, being influenced by different organizational settings and work systems, their use 
impacting the organization's goals and performance levels.    
1.3. Group size 
When it comes to group size and performance, studies and meta-analytic reports have shown that large 
organizations attain productivity much better in terms of compact systems. At the same time, large organizations, 
confronted with numerous subunits, meet critical problems when it comes to performance in the same sector. In a 
review, Gooding and Wagner (1985) stated that larger organizational structures perform better in accordance to their 
subunit performance and not their general organizational size. In other words, the number and size of subunits affect 
the organization's performance, creating premises for a positive or negative development, affecting the 
organization's productivity, viability and long term survival on the global market. There is also a general consensus 
which states that larger organizations have access to supplementary resources, in terms of financial, technical and 
human aspects. 
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1.4. Proactive behavior  
When dealing with performance at work, the research literature concentrates many studies upon the analysis of 
positive behaviors in organizations, which may become predictors and specific determinants for performance at 
work. The present dynamic organizational setting has been soliciting more and more different sets of behaviors that 
could help and improve employee task performing at work, following organizational success. 
When defining proactive behavior, Grant and Ashford (2008, as cited in Thomas, Whitman & Viswesvaran, 
2010), described the concept as a sum of traits and behaviors that reflect complementary tendencies of persons 
which act to change themselves, the others and the system they are in. In other words, proactive individuals shape 
the environment; they confront situational settings by controlling them. 
 In a meta-analysis, conducted by Thomas, Whitman and Viswesvaran (2010), results showed that the proactive 
personality was strongly related to performance, in terms of prediction. The authors also presented several 
significant correlations between the personal initiative, voice and conscientiousness, emotional stability, 
extraversion and openness. From their view proactive personality also was associated with overall performance and 
subjective performance, satisfaction, organizational commitment and social networking.  
Thus, from a synthetic scholarly point of view, employees with proactive personality and who adopt personal 
initiative and behavior will increasingly create better options for adaptation in a dynamic organizational 
environment, while reaching higher levels of performance at work.   
2. Turnover and performance - the "negative" perspective 
The turnover phenomenon has been a cornerstone for multiple disciplines in the organizational field, from 
applied psychology and sociology to economics and human resources policies. Present studies have been focusing 
on how turnover affects, in a negative manner the performance process and goal achievement. Moreover the social 
cost and benefit theories have imposed the idea of social capital depletion and the negative effects on human capital. 
When dealing with turnover, the cost element appears as a central aspect for the organization's strategy. In other 
words turnover affects recruitment and selection, promotion, development and training of personnel, generating 
supplementary costs for the organizations, which may lead to a total crackdown. 
Referring to the relationship between performance at work and turnover rates, Park and Shaw (2013) have 
presented three major dimensions, as main moderators of the present relation: turnover rate types, dimensions of 
organizational performance and organizational contexts and features. The authors stated that increased turnover rates 
affect performance in a critical and negative manner; also in terms of workforce productivity, proximal and distal 
performance, employment systems the turnover process imposes significant associations; as for the organizational 
context and features results showed that there are several differences in terms of regional component and industry 
system. As a section conclusion, it can be stated that the present scholarly literature follows with a great interest the 
analysis of turnover in relation with performance at work, trying to highlight the numerous context and situational 
related factors which influence these multi-effect associations. 
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3. Conclusion 
As foreseen, the present complex theme arises whenever debated upon much more questions than answers. In this 
light of things, future research may fill in the scientific gaps of today, concerning performance at work. Future 
studies are needed to complete the image upon different types of turnover, organizational context and situational 
factors, cultural influences in organizations, the disappearance of organizational boundaries, in terms of territoriality 
and culture and so on.  
The present theoretical paper highlighted some of the many studies which use meta-analysis as a complex and 
multi-perspective method, which manages in some cases to point out hidden interactions between concepts, data and 
variables and offers the possibility in even fewer cases for these findings to be generalized, at an integrated level. 
Researchers and practitioners should be encouraged to conduct future meta-analysis studies upon work 
performance; taking into consideration that human resources oriented management may always make a difference 
between successful organizations and problematic ones.  
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